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program coordinators (N = 250). -Seventy-two percent responded. Survey results sup-
ported-the following conclusions: -M) Recruiting assistance programs participants are
generally effective ,in generating recruiting contacts; @ participants have significant
residual effectiveness in developing working relationships between recruiters and high
school students and staff; and J0) research and evaluation for these programs would be
improved by'better monitoririg of reports filed by recruiters. Survey respondents made
useful suggestions, such as, offering incentives, improving transportation, and providing
better orientation to recruiting.
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FOREWORD

This research, sponsored by the Chief of Naval Operations (OP-135), was performed
- :under program element 62763N (Personnel and Training Technology), subproject ZF63-521

(Recruiter Selection). The objective was to evaluate three programs that the Navy
Recruiting Command (NRC) has developed to provide assistance to recruiters in generat-
ing contacts and enlisting young persons into the Navy. Although previous reports
(NPRDC SRs 82-22,, 83-11 , and 83-38) provided useful information on these programs, user
satisfaction and cost effectiveness have not been evaluated nationwide.

This research could not have been conducted without the competent support provided
.by NRC. Particular appreciation is expressed to LCDR Michael Reed (NRC-20) for his
invaluable assistance throughout all phases of this project, as well as to all the
participants who gave their time to complete interviews and surveys.

r Results of this research are intended for NRC. The contracting officer's technical
representative was Dr. Norman Abrahams.

3. Wi RENARD 3AMES W. TWEEDDALE
Captain, U.S. Navy Technical Director
Commanding Officer
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SUMMARY

U Problem

The Navy Recruiting Command (NRC) has developed and implemented three pro-
grams that use temporary "recruiter assistants" to aid recruiters in generating contacts
and enlisting young persons in the Navy:

I. The recruiter assistance program (RAP) assigns recent basic training and "A"
school graduates to aid in individual stations' recruiting efforts.

"2. The hometown area recruiting program (HARP) brings fleet personnel onto
temporary recruiting duty to assist with recruiting activities.

3. The senior minority assistance to recruiting (SEMINAR) program assigns officer
"and enlisted fleet personnl to district locations to publicize the Navy, especially in
"minority communities.

.'. These programs have not been evaluated to determine user satisfaction or cost effective-
ness nationwide.

Objectives

The objectives of this effort were to (1) evaluate each program by identifying
perceived positive features and problem areas, (2) identify possible ways to improve the

a programs' effectiveness, and (3) evaluate the programs' cost effectiveness.

Approach

"Structured interviews with recruiting personnel familiar with RAP, HARP, and
SEMINAR, as well as performance reports on program participants, were used to develop
questions for a survey designed to gather perceptions of the programs' strengths and
weaknesses as well as suggestions for improvement. The survey was sent to all NRC zone
supervisors and recruiter assistance coordinators (N = 250) and responses were analyzed.
Cost-benefit analyses were performed to assess the programs' cost effectiveness.

Results

Completed surveys were returned by 1&1 (72%) of the zone supervisors and district
program coordinators. Overall, zone. supervisor and RAP coordinator respondents
indicated that the programs were effective in helping the recruiting mission. RAP was
"judged somewhat more effective than HARP or SEMINAR. Also, respondents made a
number of useful suggestions, such as offering incentives, Improving transportation, and
providing better orientation.

It costs an average of $358 to make a new prospect contact through the usual
recruiting channels, compared to an average of $4143 when assisted by RAP and $159 when
"assisted by HARP. Cost effectiveness was not analyzed for SEMINAR.

The following specific issues were Identified for RAP, HARP, and SEMINAR:

1. Participants assigned to the programs do not understand what Is expected of
them (especially with HARP).

Preceding Page Blank vll



2. Persons whom recruiters specifically request for RAP duty are sent to their fleet

assignments rather than-to RAP.

3. Incentives are lacking for RAP, HARP, and SEMINAR participant productivity.

"4. Program participants lack transportation to assist the recruiting effort.

- U Conclusions

I. Recruiting assistance program participants are generally effective in generating
recruiting contacts.

2. In addition to generating immediate contacts, participants have significant
residual effectiveness in developing working relationships between recruiters and high
school students and staft.,

3. 'Research and ekvaluation for these programs would be improved by better
monitoring of reports filed by recruiters.

Recommendations

The following recommendations respond to specific issues identified by the survey:

1. 'Ircentives should be provided to participants for successful recruiting (e.g., time
off, additional leave, or extension of duty).

2. Recruiters should receive better, guidance in using participants effectively.

3. Regulations on driving government vehicles should be revised to allow access to
them by recruitingassistance participants.

4. Potential participants for recruiting assistance duty should be given a realistic
picture of the responsibilities they will be assigned.

"". Within limits imposed-by the needs of 'the fleet, special efforts should-be made to
"assign boot camp apdA" school graduates to RAP when recruiters specifically request

them.

, *6. Fleet commanding officers or others responsible for HARP assignments should be
better informed about what is expected of HARP participants.

"Thefollowinig recommendations respond to secondary issues that arose during the
Sresearch:

-1. Higher priority should be placed on getting recruiters to return completed
.participant reports.

2. Serious consideration should be given to using the recruiting assistance programs
for early identification of personnel With potential for future assignment as regular
"recruiters.

--. - viii



S . ... . . . ; . 0.**

7 i 41 CONTENTS

Page
S-""•INTRODUCTION .......................... ............... ................. I

Background and Problem .................................................. 1

* APPROACH I

Sre Deive lo m n ............ .........
SAP OCos-eei Analyses..................................................... 2

" RESULTIS' 2

Survey Responses ......................................................... 2-EMRAP ...... *.. .. .. .. .. *.................................. 2

R HARE E ..... ... ............ ... .........A..P 3
SEMINAD R ..........................AC RAS EO M V ....... 4......

APPENDIX B-SUMMARY OF RESPONSES-TORECRUTER ASSISTANCE
, PNDIA--RRUEASISANCPOGRSURVEY ...- .. . ... ... . . ............... . B.... A-0

APPD C-ASSUMPTIONS AND-DATA USED IN COST-BENEFIT ANALYSES ... C-0

DISTRIBUTION LIST

,. ix ,



-"•4 INTRODUCTION

Background and Problem

The Navy Recruiting Command (NRC) has developed and implemented three pro-
grams that use temporary "recruiter assistants" to aid recruiters in generating contacts
and enlisting young persons in the Navy:

1. From nominations of recruiters, the recruiter assistance program (RAP) assigns
recent basic training and "A" school graduates to assist recruiters for 30 days at stations
neav the high schools attended by the RAP participants.

2. The hometown area recruiting program (HARP) sends enlisted personnel to their
hometowns for 10 days of duty In recruiting stations assisting recruiters.

3. The senior minority assistance to recruiting (SEMINAR) program assigns officer
and enlisted personnel to districts for 10 days to publicize the Navy, especially in minority
communities.

The number of participants In the three programs varies from year to year because
funding varies. In FY !980, the period of this research, approximately 2,500 people
participated in RAP, 10,850 in HARP, and 110 in SEMINAR. The programs have not been

evaluated to determine user satisfaction or cost effectiveness nationwide.U Oblectives

The objectives of the research reported here were to (1) evaluate each program by
Identifying positive features and problem areas, (2) identify possible ways to improve the
programs' effectiveness, and (3) evaluate the programs' cost effectiveness.

APPROACH

Surveyr Developmnent
To identify strengths, weaknesses, and areas for improvement in RAP, HARP, and

SEMINAR, a survey was developed to gather user perceptions. Several sources of
information were used to develop survey items.

I. Structured interviews were conducted In four recruiting districts. In each
district, the program coordinator, the chief recruiter, the executive officer, the enlisted
processing officer, and several experienced field recruiters were asked a series of

questions about RAP, HARP, and SEMINAR. The discussions that took place during these
Interviews suggested questions to present to a larger survey respondent group.

2. The national coordinators of RAP, HARP, and SEMINAR were interviewed to
obtain evaluations of the programs' effectiveness and suggestions for methods of
increasing it. Information gathered in these interviews also helped generate survey Items.

3. Comments from the reports on participant performance sent to the national
coordinators from recruiters supervising HARP and SEMINAR were reviewed. 1

'RAP also requires reports from recruiter supervisors, but the comments from these
reports were not available for this research.

I
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The information gathered from the interviews and written reports was incorporated
into the survey questions (see Appendix A). These covered a range of program indices
ranging from mission effectiveness to cost. The respondents' opinions and suggestions
about the three programs were anonymous. Recruiter assistance coordinators and zone
supervisors (N = 250) in all Navy recruiting districts were sent the survey and asked to
return it by mail.

Cost-benefit Analyses

To evaluate the program's cost-effectiveness, financial data were obtained from
NRC. The costs analyzed included RAP airfare and per diem estimates, average salary
and benefits for participants during their RAP or HARP duty, and average salary and
benefits for district program coordinators and recruiter supervisors.

Reports on RAP and HARP participants contain estimates of the number of new
prospect contacts attributable to their efforts. Over a 6-month period, August 1979 to
February 1980, RAP reports were on file for 269 (22%) of the approximately 1,250 RAP
participants during that period (2,500 participated in-RAP during the year). HARP reports
were available for 310 (approximately 6%) of the 5,425 HARP participants during that
period. Although these reports may have described performance that was, on the average,
different from the performance of p•articipants for whom no reports were on file, they
were used to compute mean new prospect contact scores for RAP and HARP.

RESULTS

Survey Responses

Completed surveys Were returned by 181 (72%) of the zone supervisors and district
program coordinators. A summary analysis of the survey item responses has been included
in Appendix B. The follcwing discussion presents results drawn from that analysis.

RAP

Positive Features. iConcerning the overall success of RAP in meeting its mission (see
-], SSection 7, Item 6, ;,•pendix A), 1 percent of the responses were "extremely successful,"

.20 percent were '!v.,6fy successful," -63.. percent were "somewhat successful,," and 16 percent
-were "unsuccessiut for the most part." No one checked "completely successful," Fully 78
*ercent of thpe survey sample felt that RAP personnel Were a definite asset to the
frecruiting-stitions (Item 3-3).

Regarding specific factors that contribute to program success, the overwhelming
-majority.(95%)felt that RAP participants were enthusiastic and "fired up" about the Navy
when they reported for duty, attitudes that helped-in their, recruiting-efforts (Item 7-1).
They were considered especially useful in introducing recruiters to the high school
students and teachers they 'knew (87% and 57% respectively of the responses were "very
useful"I for these roles; Items 4-1 and 2). In addition, at least 80 percent of the survey
.respondents believed that RAP participants were either "very" or "somewhat useful" in
-giving talks about the Navy, seeking prcspects- in the community, gathering places for
youths, and helping recruiters with interviews and home visits (Items 4-3, 4, and 7).

Negative Features. The greatest perceived dtfiiculties with RAP were that (1)
persons assigned to RAP do not understand the program or their role in it (79% of

2
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respondents saw this issue as a "major problem" or as "somewhat of a problem," the first
two categories of response;, Item 2-11), (2) RAP does not provide enough incentive for
success (69% of responses were in the first two categories, Item 2-2), (3) program
participants don't have transportation (67% in the first two c-ategories, Item 2-1), (4)
persons the recruiter specifically requests for RAP duty are sent instead to their fleet
assignments (64% in the first two categories, Item 2-3). In fact, only 19 percent of
respondents indicated "a lot" or "considerable" to describe their control in getting RAP
"participants they wanted (see Item 7-2).

* Improving the Program. The majority (94%) of respondents believed that activities
and program objectives should be specifically planned for each participant by the
"recruiter (Item 3-1). The maiority (88%) also felt that an incentive program to
participants for bringing in prospects or accessions would either "greatly" or "somewhat"
improve the RAP program (Item 1-2). More than 50 percent of respondents answered
"would greatly" or "would somewhat" improve the RAP program to suggestions concerning
bonus pay for successful recruiting (Item 1-3), guidance for recruiters in using RAP (Item
1-5), and transportation for participants to and from the recruiting stations (Item 1-I).

HARP

Positive Features. HARP was judged less effective than RAP in meeting Navy
recruitNig objectives. Concerning the overall success of HARP in meeting its mission
"(Item 8-3), 1 percent of the responses were "extremely successful," 5 percent were "very
successful," 49 percent were "somewhat successful," 39 percent were "unsuccessful for
the most part," and 7 percent were "completely unsJccessful." Only 39 percent of survey
respondents (see Appendix B for detailed analysis of HARP item responses) believed that
HARP participants were definite assets to the recruiting stations (Item 3-3).

As with RAP, survey respondents rated the usefulness of participants in specific
roles. Most respondents saw participants as useful in helping recruiters with interviews
"and home visits (86% of responses were "very" or "somewhat useful," Item 4-7). Most
responses indicated that HARP participants were at least "somewhat useful" at providing
contacts with high school students and teachers (71%, Item 4-1) and at giving talks about
the Navy to high school and other groups (78%, Item 4-3).

Negative Features. Respondents perceived many of the same difficulties with HAR'
as with RAP: (1) persons volunteering for the program do not understand its mission or
their role In it (Item 2-11, 88% of responses were "a major problem" or "somewhat of a
problem"), (2) program participants are not qualified; for example, their personalities are
too introverted (Item 2-9, 78% "major problem" or "somewhat of a problem"), (3) the
program does not provide sufficient incentive for successful recruiting (68%, Item 2-2),
and (4) program participants lack transportation (61%, Item 2-1). The majority of
respondents (78%) believed that most persons volunteer for HARP duty to get additional
vacation time near home (Item 8-1).

Improving the Program. Almost every respondent (96%) indicated one of the two
highest categories, "would greatly improve" or "would somewhat improve the program," to
a suggestion to increase awareness of HARP among commanding officers in the fleet,
thereby increasing their ability to recommend productive participants (Item 1-8). In
addition, most responses fell into one of those two categories for suggestions about giving
HARP participants bonus pay (8 1%, Item 1-3) and offering promotions (79%, Item 1-2) for

effective HARP performance in recruiting. At least 60 percent of responses indicated the
first two categories for other ways to Improve HARP: (1) Give recruiters guidance In the

Preceding Page Blank 3
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" -. * I best use of HARP participants (80%, Item 1-5), (2) provide recruiters with more
information on HARP volunteers before they arrive for duty (77%, Item 1-9), (3) provide
volunteers with transportation to and from the recruiting stations (68%, Item I-I), and (4)__• ~increase the length of HARP duty (66%, Item 1-10). Finally, 87 percent of the

\ .• respondents agreed that HARP assignment guidelines should be more strictly enforced to
reduce the number of inappropriate assignments (Item 8.-2).

SEMINAR

Positive Features. Like HARP, SEMINAR 2 was judged less effective than RAP in
meeting its mission (Item 9-3), although 60 percent of the survey respondents believe the

4< program is at least somewhat successful ("extremely successful," 1%; "very successful,"
6%; "somewhat successful," 53%; see Appendix B for detailed analysis of SEMINAR item
responses). SEMINAR was marked "unsuccessful for the most part" by 25 percent, and
"completely unsuccessful" by 16 percent of respondents. Regarding its primary objective,
5 percent answered that SEMINAR participants have been very successful in raising
minority group awareness of the Navy (Item 9-1), 57 percent marked "somewhat
successful," and 38 percent marked "not successful."

A ~ Survey respondents indicated that giving talks about the Navy was the most useful
role for participants (Item 4-3; 48% answered "very useful" and 35%, "somewhat useful").
Also, 75 percent marked as "very useful" or "somewhat useful" the SEMINAR participants'
role supporting recruiters during interviews and home visits (Item 4-7).

Negative Features. The most serious problem with SEMINAR, as seen by survey
respondents, was that participants do not understand the program or their role in it (Item
2-11;,,64% of responses were either "a major problem" or "somewhat of a problem"). More
than 50 percent of respondents indicated that SEMINAR does not provide ,sufficient
incentive or reward for successful participants (Item 2-2; 24% of responses were "a major
.problem," 31% were "somewhat of a problem").

Improving the Program. Several of the improvements identified for RAP and HARP
emerged'as suggestions to improve the SEMINAR program. The three most often, cited
were to (1) provide recruiters with more guidance in using participants effectively (Item

.: 1-5; 50% of responses indicated "would greatly," 30% "would somewhat improve"
SEMINAR), (2) reward successful participants by giving 'bonus pay (Item 1-3; 50% "would
greatly," 22% "would somewhat improve the program"), and (3), provide recruiters with
more information, about participants' background and skills; before they come on SEMINAR
duty-(Item 1-9, 46% "would greatly,"26% "would somewhat improve the program").

2Interpretation of all SEMINAR survey findings must be made with caution. Only 12?
of the 181 respondents answered questions about SEMINAR, producing, percentages for
SEMINAR based on substantially .fewer responses than for RAP or HARP. Furthermore,
many SEMINAR respondents stated that they knew little about the program or that their
responses were'bhsed on what they had heard about it. Because the program is very small
(110 sparticipants during, -:e year studied), many of the survey resrpondents had never
worked with a SEMINAR participant,

4



Cost-benefit Analyses

Cost-benefit analyses were performed on the RAP and HARP programs separately.3
Although the analyses were rather crude because of the nature of the data, results do
provide a rough cost per prospective recruit generated by the programs.

The participant reports completed by recruiter supervisors showed that each RAP
participant generated an average of 5.74 contacts (prospects) per 30-day duty period.
NRC reported that the average travel expense in 1980 for each RAP participant included
$223 in air fare and $690 in per diem ($23 per day for 30 days), in addition to the average
salary and benefits cost of approximately $1,326. Survey respondents estimated that a
participant's recruiter sponsor spends an average of 46 minutes per day dealing with the
participant in activities not directly related to recruiting (e.g., transportation and
paperwork), which amounts to a cost of $216 for salary and benefits. Finally, district
program coordinators spend approximately one-quarter of their time administering the
RAP program, or $84 per RAP participant (see Appendix C for assumptions and
procedures used in developing these estimates). Thus, when the estimated total cost per
participant, $2,541, is divided by 5.74, the mean number of new contacts per RAP
participant, results show that each RAP-assisted contact costs $443.

Participant reports attributed a mean number of 4.12 contacts to HARP participants
per 10-day stay. HARP participants bear their own travel costs. However, their salary
and benefits cost for the 10 days was estimated at $570 each. Salary and benefit costs for
recruiter time (averaging 43 minutes per day) to work with HARP participant activities
not directly related to recruiting were $67 and those for the district program coordinator
for approximately one-quarter time spent on HARP were $19 (see Appendix C). Accord-
ingly, the average total cost per HARP participant is $656, producing an estimated cost
per HARP-assisted contact of $1i9.

As mentioned previously, these analyses were necessarily crude because of problems
with the data sources. There were two specific concerns: (1) the low return rates for
RAP (6%) and HARP (22%) participant reports, which may have distorted estimates of the
new contacts attributable to RAP and HARP participants, and (2) the Inherent difficulty
In deciding whether a new contact should be attributed to program participant efforts
(different recruiters probably assign new contacts In different ways, creating another
potential source of error In new contact estimates).

Furthermore, the cost-benefit analyses do not provide the whole story. Cost-benefit
results must also be tempered by adequate consideration of potential benefits in addition
to raw numbers of contacts generated. For example, a large percentage of survey
respondents saw benefits realized from participants' helping with interviews and home
"visits, -giving talks about the Navy, and Introducing recruiters to teachers and other high
school officials. Another Intangible benefit concerns the observation that rerulter

* assistance programs may be useful as "assessment centers" for the early identification of
personnel with superior potential for future assignment as regular recruiters. These
positive features are not accounted for In the cost-benefit analyses.

'Performing a cost-benefit of SEMINAR was more difficult because a primary
objective of the program Is for participants to present a good Navy image In minority
communities. Since there seemed no way to measure SEMINAR participants' effective-
neon In this aspect of the program, no cost-benefit analysis was conducted on SEMINAR.

l~m------
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Nonetheless, a rough comparison can be made between the costs for new contacts
generated by production recruiters and by RAP and HARP participants. NRC estimated
that it spent $156,725,209 for recruiting 99,351 accessions in 1980, and that it required
five new contacts with military-eligible youths to obtain one accession. Therefore, there
was a total of 496,755 prospects. Of these, 437,703 (88%) were attributable to recruiter
efforts; and 59,052 (12%) to RAP or HARP efforts. Thus, each recruiter-generated new
contact or prospect cost $358 (see Appendix C ftor assumptions and computations),
compared to $443 each for RAP-assisted contacts and $159 for HARP-assisted contacts.

CONCLUSIONS

Because of the small number of responses to questions about SEMINAR, only RAP and
HARP are discussed in this section.

Although RAP has its problems, district-level management in general believed that it
was effective in support of Navy recruiting, especially in providing recruiters with high
school student and teacher contacts (teacher contacts were not considered in the cost-
benefit analyses). Furthermore, the dollar investment in RAP seemed justified according
to the rough cost-benefit analysis described previously (provided that the intangible
effects are considered).

Interviews and survey results suggested that the main problems with RAP were:

1. Participants recommended by recruiters often are not assigned to RAP duty.

2. Many RAP participants fail to understand the purpose of the program and their
role in it.

3. Participants receive insufficient rewards for successful recruiting.

4. Participants often do not have transportation to the recruiting stations.

The main problem with HARP Is that fleet commanding officers and HARP
volunteers often do not understand that participants should have aptitude for recruiting
and that they are expected to work hard during their 10 days on recruiting duty.
Consequently, HARP participants often are not well suited for recrultlng or are not
enthusiastic about doing a good job. Furthermore, because HARP participants have not
been In school as recently as RAP participants, they typically lack the high school
contacts of RAP. Despite these criticisms and the generally less positive reaction to the
HARP program on the part of zone supervisor and RAP coordinator survey respondents,
HARP appeared to be a reasonably successful program. According to recruiter report
estimates (Appendix C), HARP participants were responsible for approximately twice as
many new contacts per day as were RAP participants. Also, the cost-benefit data
suggested that the program was cost effective.

RECOMMENDATIONS

The following recommendations respond to specific Issues Identified by the surveyt

1. Incentives should be provided to participants for successful recruiting (e.g., time
off, additional leave, or extension of duty).

6
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2. Recruiters should receive better guidance in using participants effectively.

3. Regulations on driving government vehicles should be revised to allow access to
them by recruiting assistance participants.

4; -Potential participants for recruiting assistance duty should be given a realistic
picture of the responsibilities they Will be assigned.

5. Withinlirmits imposed by the needs of the fleet, special efforts should be made to
asign boot camp and "AA" school graduates to RAP when recruiters specifically request
them.

6. 'Fleet commanding officers or others responsible for HARP assignments should be

better informed about what is expected of HARP participants.

The, following recommendations respond to secondary issues that arose during the
research:

L Higher priority should be placed on getting recruiters to return completed
-participant reports.

2. Serious consideration should-be given-to using the recruiting, assistance programs
for- early- identification of personnel with potential for future assignment as regular
Ire'ruiers.

7
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RECRUITER ASSISTANCE PROGRAMS SURVEY

Introduction

This, survey asks for your opinions about the recruiter assistance programs:
RAP, HARP, and SEMINAR. We are very interested in getting your ideas
"about these programs, how they have worked in the past and how they might
be improved in the future to meet continuing Navy recruiting challenges.
As a RAP Coordinator or' Zone Supervisor, you know a lot about the
programs,' operations in your NRD/Zone, and therefore we very much value
your Input on this.

The survey: is brief (30-45 minutes). Please complete it as soon as
possible, within one week, -and return it to PDRI 4in the stamped envelope.
No one from the Recruiting Command will be shown your answers. Instead,
PDRI will present summaries of the results to Recruiting Command officials.

---.0
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' Survey Instructions

Many of the questions in this survey ask you to consider each of the
.three, recruiter assistance programs separately (i.e., RAP, HARP, and
SEMINAR). An example-of how you should do this appears below. Please

read through the example before starting to answer the survey questions.

Example:

Below are a number of statements describing difficulties that
some recruiters have had with the recruiter-assistance
progranms. To what extent have you found these to be a problem?
Use :the following scale:

A. This is a major problem
B. This is somewhat of a problem
C. This is only a minor problem,
be. This is.not a problem

"Answer -A?-'D for
a " each. program

RAP 'HARP. SEMINAR

B . B . C 1.1 Program participants do not have a ride
to and from the station or recruiting site.

B B B 2. Programs do not provide sufficient incentives
or rewards for participants successful In
"recruit ing.

A 3. Persons nominated for the program are sent to
their fleet assignment rather than returned

-; to the recrUiting station -after completing
boot camp or A school,.

"Regarding Question 11 in theexample, the respondent felt that this Is
-somewhatof a. problem. for the RAP and HARP'Programs, -but Oiily, a minor
problem for SEMINAR. In reaction -tO the, second question, the ,respondent
"felt thiswas somewhat of a problem-with all three-programs. And
- final-ly, Questlo13 is apli'cable only to the RAP program, and the

,r Ponrespondenth a major problem with RAP.

" "Reembiethen to consi'der each program separately-when asked to do so.
- "-. si g&.iiheid, now-and, complete -the, Survey.

-- _=mJ •. .¢•• - 'A-2
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Section I

Survey Questions

Listed 'below are a number of suggestions for improving the recruiter
assistance programs, RAP, HARP, and SEMINAR. To what extent do you feel
"that these ideas, if implemented, would improve the program? Please use
the following scal'e:

-- A., Would greatly improve the program
B. Would somewhat improve the program

7 C. Would not improve the-program at all

Answer A-C for each

progr'am

RAP HARP SEXINAR

____" 1. Special provisions that allow for the
program participant to have transportation
to anrd from. the recruiting station.

* 2. .An incentive program similar to that used
with DEP, offering higher pay grades
(.e., promotions) to personnel bringing
in accessions.

3. Bonus pay (not higher pay-grades) to reward
program participants bringing -in accessions.

4- ". Change RAP check-in point from district
S -' headquarters to the assigned recruiting

-stat Ion.

5. Issue recruiters an instructional manual
or other guide on how to supervise-and
Utilize program participants.

- - 6ý. Schedule participants so that more are
_sent dur-ing summer when high school
"students, are out of school.

" -. -_. ___ _ 7. Schedu'3e participants. so fewer are sent
-uringý summer -or vacation breaks.

- - 8. Increase awareness of recruiter assistance
*"programs among -COs' in the fleet so that

-they, will be better able tO reccmmdndý
pafticipants.

A-3
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RAP HARP SEM INAR

______ 9. Provide recruiters with more information
on the participant's background, skills,

( and abilities before he/she arrives at the
stat ion.

10.. inraetelnt fdt o atcpns

- - ______ 10. Increase the length of duty for participants.

12. How else might these programs be improved?

RAP: _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

StEMINAR:_____________________________

A-4
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Section 2

Below are several statements describing difficulties that some recruiters
have encountered-with the recruiter assistance programs. To what extent
have you found these to be a problem? Use the following scale:

A. This is a major problem
B. This is somewhat of a problem
C. This is only a minor problem
D. This is not a problem

Answer A- D for-.each.
program

RAP HARPW SEMINAR

- -- ____ I. Program participants do not have a ride
to and from the station or recrui'ting
sites.

--- ,- __ 2. Programs do not .provide sufficient incentives
or rewards for participants who are success-ful in recruiting.

"3. Persons nominated for the program are sent
, to their fleet assignment rather than

returned to the recruiting station aftercomPlieting boot camp or A school.

.4. Stations do not receive enough program
S" -participants in certain ratings.

5. Stations receive program participants they
had not requested.

"4 -,-- 6. Stations do not have ,enough forewarning to-
Prepare for a participant's arrival.

______ I. Program participants are sent to districts
owhere they are not needed-(e.g., no

"minority community).

__,___ 8. -Participants are sent at a time when the
,station cannot use them effectively (e.g.,
,vhen the station is heavily involved in
other activities).

--_,,-_ 9. Program participants are not qualified -for
thei'duty, '(e.g., introvert).

A-5
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______ 10., Participants are sent to areas where they
- - did not actually attend h.ig6 school.

______ 11. Persons volunteering for the program do
not understand the program mission or
their role in it.

12. Other problems with the programs:

RAP:

SEMINAR:___________________________________

Q0
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Section 3

Following are a number of questions regarding the role of the recruiter
"and participants in the success of the RAP, HARP, and SEMINAR programs.
Mark (V) the one answer for each program that reflects most closely your
own opinion.

1. The progeram is most effective when:

,One check- (F) For each program

-- - RAP HARP SEMINAR

a. The recruiter provides the participant
with a specific set of activities and
objectives.4,- ---- _,___ b. The recruiter provides the participant

with only general guidelines on what to do
=(specific directions are not needed).

c. The recruiter does not provide a pre-
-- planned set of activities for the participant,

but has the participant assist on activities
as needed'.

______ d. The recruiter allows -the participant to
work on whatever activities he/she feels
best able to handle.

2. How much direct supervision do program participants require?

- One check (v) for, each proram

'RAP- -HARP SEMiNAR.

S- a. A great ,deal'; a recruiter should oversee
all activities during the participant's
tour of duty.

_.___ b. Moderate, supervision; a recruiter
should oversee-all major activities
performed by the, participant.

' -- _ c. Very Vittle super'vision; a recruiter
should'be aware df pa~rticipant's activities
but dods. not need to-,oversee them directly.

A-!
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S3. Which statements best describes the attitude of recruiters in your
_ district toward RAP, HARP, and SEMINAR?

'One check (/) for each program

RAP HARP SEMINAR

a. Participants are an extra burden on the
station.

b. Participants have little or no effect on
the productiyity of the station.

c. Participants are a definite asset to the
station.

A. •How important are the participant's hometown contacts to success of

the program--i.e;., to bringing in prospects and accessions?

One check (W) for each program

RAP HARP "SEMINAR

-- -- _ _ a. Unimportant; a motivated participant can
relate to community members even if he/she
has no contact's in the area.

. _______ b. Slightly important.
______ c. :Qulte •important.

-_____ d. Very Important; without contacts in the
community 'the participant cannot effectively
assist in ,the recruilting effort.

-A-
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"5. If a participant was not successful in bringing in qualified prospects

or accessions, the most likely reason would be that the participant:

One check (V) for each program

RAP HARP SEMINAR

a. Was not suited for the task (e.g., too shy
-to do prospecting).

b. Had lost touch with contacts in the area.

c. Was given little direction by the recruiter
on what to do.

d. Did not have the opportunity to contact
potential prospects (e.g., worked only
in officeý, had no transportation, etc.).

e. Was not really interested in the program.

Other reasons?

6. In your opinion the-most important role of the participant is to:

One chieck (IV) for each program

RAP' HAP 'SEMINAR

a. Introduce recruiters to contacts, centers
- -of influence, etc. in the participant's

hometown.

-b. Provide, for community youth a model of the
-- young men and women in the 'Navy.

c. Act as ,an assistant to the recruiter and
* -- -help out in the station Wherever he/she is

needed.

d. Bring in (on own) accessions or high-quality
prospects.

Other roles?

SoA-9
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Section 4

In your experience with the RAP, HARP, and SEMINAR programs, how useful
are, partiicipants in each one of these roles. Use the following scale:

; ~A. Very useful
B. Somewhat useful

C. Not at all useful

Answer A-C for each

program

RAP HARP SEMINAR

1'. As a contact with high school students
he/she knows.

--- ____ .2. s Introducing recruiters to teachers at high
Vi school.

_ 3. Giving talks about the Navy to
high school or other groups.

__--__ •4. Seeking prospects in community and at shopping
- -malls, youth centers, unemployment offices,

etc.

-- __ 5. Assisting with phone prospecting.

6. Helping with office duties such as preparing
mail-outs, updating card -syýetms, and
manning office in recrui tee's absence.

____ 7. 'Participating withý,reciiiFter in interviews
and home visits.

O the r rolIes 'in -wh ich, they -,a e6 usefulI? ____

A-10



Section 5

To what extent do you agree with the following statements? Use this
scale:

A. iDefinitely agree
B. Slightly agree
C .Ne.ither agree or disagree
D. Slightly disagree
E. Definitely disagree

Ariswer A-E for each
d raogram

RAP HARP SEMINAR

I. The programs require recruiters to take a
-great deal of time out of their regular
duties to train and supervise participants.

2. Generally speaking, ,program participants
have no i'mpact on the morale .of the station.

3. Program participants do not increase the
station's recruiting effectiveness.

_____.... 4. Participants -directly help the station
reach its goal by bringing in good prospects
an~d creating, accessions.

A ___.... 5. Participants help the station- indirectly
*by setting up centers of influence which
later lead -to.:prospects and accessions.

rA-l



Section 6

Following art., two questions about the recruiter assistance programs in
gener. Mrk U) one answer that reflects most closely your own
opinion.

S. .~ ~... -- € {.l

--- F etong,.tn fo oetterlsrgrigslcinfrRP

HARP, and SEMINAR, what is--the best time in a person's Navy careerto participate in recruiter assistance programs?

a. Immediately after boot camp
b. Immediately after A school

. One-two years after joining the Navy
d. Three-five years after joining the Navy
e. Moret S han five years after joining the Navy

2. How useful are the recruiter assistance programs for identifying
persons with potential to be good recruiters in the-future?

a. Very useful
-- • b. Somewhat useful,

C. Slightly useful
- d. Not useful

section7

The following questions apply to only one of the programs.
-•,.•i ~-i•,egar~d ing RA-I

1. The three statements below describe possible attitudes or outlooks

I.AP participants, might have. Circle T if you bel.ieve the statement
is true in most Cases, or circle F if you believe the statement is
false in most cases.

T\ F They tend to be too Immature to handle the assignmentand to assist the recruiting effort.

T F -Having just finished boot camp or A school, RAPs tend,
to be, fired-up about the Navy.

'T F RAPs coming--right out of boot camp. tend tO, be down
on. the experience and express a bad attitude toward
-the Navy.

A-12
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For Questions 2-6 belIw, -mark (V) the one-answer that reflects most
closely your own opinion about RAP.

2. How much control do you have in getting the RAP participants
,you 'want?'

a. A lot
- b.- Considerable

C. Some, but should be more
d. Very little

- e. None

3. Some persons familiar with RAP have suggested that Company
Commanders at RTC should-nominate for RAP duty boot camp

graduates, Who, appear especi'ally fired-up about the Navy ndk .,4rj
-likely t'1o,-make a good impression on prospects. What do you

think of this idea?

"_a.l xVery good Idea'; should be put into operation
- b. Good idea; it's. worth a try

c. -Not a good idea; Company Commanders don,'t know
-enOugh about the contacts a boot camp graduate

I - -may or may not have in, his/her community.

-4. 'How often, are recruiting stations given enough time to prepare
fora RAP participant befqre lils/her-arrival?

S- a. Always
b. -Usual-ly
co Sornet i mfs
c.• , Rarelby
e Never

3 5. Which statement besc-,describes, your feelings about how RAP

part-cipants- are, selected for duty? The process Is:

- a. Very, effective; RAP participants are always well
". ' quil-lfied to serve in the program

SomewhatL effective; many participants -dh6sen are
- - qualified and capable

S c, -Somewhat 4nef ecti:ve; many persons •who .are selected-
cannot handle the duties

- cd. Very- ineffective; anyone who- real ly wants .to parti-
cipate in the program is accepted even If they are
not well qual'if-Jed

- - A-13
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-6. Overall, how successful is the RAP program in meeting its mission?

a. ,Extremely ,successful
b. Very successful
c. Somewhat successful

- d. Unsuccessful for the most part
e. -Completely successful

7. What aspects of the program have been 'most important for its
success?

8. What aspects of the program have been most important for reducing
i'tý effectiveness?

4.'S
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Sect ion 8

Regard ing HARP:

1. In your opinion why do most people volunteer for HARP?

a. To get a vacation near home
b- To see what recruiting has to offer (as a possible

future ass 'ignment)
C. To help in the recruiting effort
d. To get-away from their fleet job for awhile

Othier reasons?______________________

2. What do you thinik of this suggestion? HARP requirements should
!b more .strictly followed in assigning personnel to HARP duty

(e~g,. elatvel ypug, S: raduate- ~etc;.)_

a.- Agree ja ,wy)_____________

b. D,-siagreoe ______ _____ _____ _____

3. Overall, how successful i's the HARP program in meeting its mission?

-a. 'Extremely successful
-b. -Very successful

-c. Somewhat successful
- d.Un'successfuil fo e the, most part

-,e., Completely -uhslucces'sful

:j~What aspects of-the program- have been. most important for its
success? ---

5. -What aspects of the program have been most imoortant for reducinq
its ef fec't ivenes s?

- - A-15
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Section 9

Regarding SEMINAR:1

1. In your experience, to what extent have SEMINAR participants been
successful in-raising minority community awareness of the Navy?

a. Very successful
b. Somewhat successful
"c. Not successful

2. Wha.t do you see as the most effective role for SEMINAR participants?

a. Prospecting for-minority recruits
b. Working directly with minority persons already identified

as prospects
C. Giving-presentations about the Navy in person and on

Wrvradic-

- OV6eralAl, ýhow-su~cessful ii ýthe> EMINARý-prograin --in-meeting -Jts
missoni

,a. Extremeiy' successful
,o b Very successful

tc.c. Sdmewhat successful.
-d. Unsuccessful for the most part:
eý " Completely unsuccessful

4. What aspects of the program have been most important for its
success?

5., What .apects 'of the program have been pst Important for reducing
X 'I its effectIveness?

A -1
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Sect ion 10

Nofive final questions about administration of these programs:

I. On the average, how many minutes per day does a recruiter, responsible
for a program participant,, spend with that person in activities not
directly related to recruiting (eý.g'., arranging for or providing
transportation, explaining' duties, processing ýpaperwork on the

RAP participant minutes
*HARP participant minutes

SEMINAR participant minutes

2.How many pro- ranmparti c~ipants did y~u have. -in 6yur MRD, 1 anuary
- T90,_ January 1941?

--- HARP
SEMI NAR

3. i your NRD,'how m~ny prospects is th~ ýtyic prgampa.iipt

4primarily responsible for generating, during, a single, regulation-
- 1length sitay?,

'RAP (30 days)
-k - AP '(fQ days*)

<SEM I NAR (10 0days),

i4qHw~many accessions is- the typical ~prqgraMn participant primarily
-respons~ible 4,for during a single, regul~tion-length stay?

-~ - 4~4RAP '(30 days)
HARP (10 days)

- SEMINAR, (0 da&ys)ý

A-117
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5. Finally, we ask you to provide suggestions for making more effective
* any-one or all of the recruiter assistance programs.

A-1
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SUMMARY OF RESPONSES
TO RECRUITING ASSISTANCE PROGRAMS SURVEY

Objective Questions (N181)

SECTION 1 - SUGGESTIONS FOR IMPROVING THE PROGRAM

*. A. Would greatly improve the program
B. Would somewhat improve the program
C. Would not improve the program at all

Percent Responding

RAP HARP SEMINAR
A B C A B C A B C

1. Special provisions that allow for 39 35 26 29 39 33 21 33 46
the program participant to have
transportation to and from the
recruiting station.

2. An incentive program similar to 66 22 12 50 29 22 30 26 44
that used with DEP, offering high-
er pay grades (i.e., promotions)
to personnel bringing in ;cces-
sions.

3. Bonus pay (not higher pay grades) 57 23 20 58 23 19 50 22 28
to reward program participants

bringing In accessions.

4. Change RAP check-in point from 33 22 46 30 18 52 34 19 47
district headquarters to the as-
signed "ecrultIng station.

5. Issue recruiters an instructional 44 37 19 45 35 20 50 30 21

manual or other guide on how to
supervise and utilize program par-
ticipants.

6. Schedule participants so that more 11 21 68 12 22 66 6 17 77
are sent during sumer when high
school students are out of school.

- 7. Schedule participants so fewer are 40 26 34 31 27 42 30 22 48
sent during senmer or vacation breaks.

8. Increase awareness of recruiter as- 84 12 4
sistance program among COs in the
fleet so that they will be better
able to recoumend participants.

3-1



Percent Responding

RAP HARP SEMINAR
A B C A B C A B C

9. Provide recruiters with more in- 32 35 33 41 36 23 46 26 28
formation on the participant's
background, skills, and abili-

• • ties before he/she arrives at
o the station.

10. Increase the length of duty for 30 23 46 40 26 34 19 26 55
"*1 participants.

11. Decrease the length of duty for 4 8 88 3 2 95 7 3 89
participants.

SECTION 2 - PROBIJM WITH RAP AND HARP

A. This is a major problem
B. This is sovAwhat of a problem
C. This is only a minor problem
D. This is not a problem

Percent Responding

RAP HARm SEMINAR
A 3 C D A B C D A B C D

1. Program participants do 33 34 23 9 27 34 26 12 9 19 36 36
not have a ride to and
frou the station or re-
cruitIng sites.

2. Progr do not provide 35 34 18 13 35 33 17 16 24 31 22 24

sufficient incentives or
rewards for participants
who are successful in re-
cruiting.

3. Persons nominated for the 37 27 16 20
.. prograo are sent to their

fleet assignment rather
than returned to the re-
cruiting station after
completing boot camp or
A school.

3-2
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Percent Responding

RAP HARP SEMINAR
A B C D A B C D A B C 'D

4. -Stations do not receive 8 12' 40 41 7 10 40 43 7 4 37 52
lenough program partici-
ýpants in certain ratings.

5. Stations receive program 31 24 24 22
:participants they had not
requested.

'6. Stations do-'not have 23 27 29 22 27' 24 28 21 20 21 25 35
enopugh forewarning to
-preparie fo~r a partici-
panit's arrival.

7j. Pýrogram, participanits 4 7 30 59 4,. 8 29 58- 7 8 29 57
are sdut, to 'istricts
"were they Are not
needed'(e.gi,'no mui-
nority c6imunity)ý.

8.Particiipants are sent 10 18 37 36 10 21 36 33 8 17 31 44
atatimIA when the sta-

tion c~antndt use them,
effectively (e.g., when
the',utition, is heavilyy
invbl-Ved in other acti-

'.9j. Program pvartid at ' 29 3 '28 12' 4 3, 35 17 5 23 26 26 25
Are not qualifiedi for

'Ue duty'(e.g., in-
trovert)

10.ý Participants' are- sent i8 31 -27 23, 24 1 29 16 17 '19' 24 41
to areas wheiete i
nfot actuailly attend,

ýd1.Prsons volunteering 50, 29 13 9 65 23- 9 '3 40, 24 19 18
_for- the- program do
ntunderstand the

'prograzu mission, 
ort

' B-3
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SECTION 3 - ROLE OF THE RECRUITER AND PARTICIPANTS
IN RAP AND HARP

1. The program is most effective when:

Percent Responding

RAP HARP SEMINAR

'a. The recruiter provides the 94 81 69.
participant with a specific
set of activities and ob-
jectives.

b. The recruiter provides the 7 25:
participant with only gen-
erai guidelines on what
to-do (specific direc-
tions are not needed).

c. The recruiter ,does not pro- 3 10 4
vide a preplanned set of
actiVities for the parti-
cipant, but has the parti-
C.pant assist -on activi-
ties as needed.

d. The -recruiter-allows the 3 2
participant to- wrk on
y.atevei activities he/
she feels-best- able to
handle.+

2. wiiuch direct supervision do program, particiants require?

Percent Responding

RAP' HARP SEMINAR

-a.' A great deal; a recruiter oshould. 64 49 22
oversee all activities during the
participant's-tour-of duty.

b. Moderate supervision; a re- 34 -46 41
cruiter should oversee all
iaj6r activities petformed
by+ the, participant.

c• Very •little- supeivisibn; a 2 5 37
recruiter should be, awaie
'of participant's activities

"" but doescýnot need- to ovesee.
them directly,.

$ $
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3. Which statements best describe the attitude of recruiters

in your district toward RAP and HARP?

Percent Responding

RAP HARP SEMINAR

a. Participants are an extra burden 3 16 13
on the station.

b. Participants have little or no 19 45 51
effect on the productivity of
the station.

c. Participants are a definite as- 78 39 36
set to the station.

4. How important are the participant's hometown contacts
to success of the program--i.e., to bringing in prospects and accessions?

Percent Responding

RAP HARP SEMINAR

a. Unimportant; a motivated parti- 15 10 24
cipant can relate to community
members even if he/she has no
contacts in the area.

b. Slightly important. 9 16 17

c. Quite important. 20 28 20

d. Very important; without contacts 56 46 39
in the community, the participant
cannot effectively assist in the
recruiting effort.

3-5
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5. If a participant was not successful in bringins in qualified pros-

pects or accessions, the most likely reason would be that the participant:
Percent Responding

RAP HARP SEMINAR

Sa. Was not suited for the task (e.g., 40 17 18
too shy to do prospecting).

b. Had lost touch with contacts in 5 28 37
the area.

c. Was given little direction by the 40 18 15
recruiter on what to do.

d. Did not have the opportunity to 10 7 5

contact potential prospects (e.g.,
worked only in office, had no
transportation, etc.).

e. Was not really interested in 7 31 25
the program.

6. In y6ur-opinion the most important role of the participant is to:
Percent Rtesponding

RAP HARP SEMNIAR

a. Introduce recruiters to contacts, 28 28 60
centers of influence, etc. in the
participant's hometown.

b. Provide for community youth a 17 20 9
model of the young men and women
in the Navy.

c. Act as an assistant to the re- 6 10 6

cruiter and help out in the sta-
tion wherever he/she is needed.

d. bring in (on own) accessions or 49 42 25
high quality prospects.

B-6



-~ SECTION 4 - USEFULNESS OF PARTICIPANTS IN VARIOUS JOBS

A. Very useful
B. Somewhat useful
C. Not at all useful

Percent Responding

RAP HARP SEMINAR
A B C A B C A B C

1.A -~contact with- high school 87 12 25 46 29 14 20 66
students he/she: kiows.

,2. Introducing recruiters to 57 32 12 18 53 '29 11 36 53
teachers at high school.

-3.-Giviing talks About the.Navy 33 4 20 0 48 2 48 35 1
to- high school.

. Sek grspcsncr-35 51 14 27 60 13 16 50 34
=unity and at shopping malls,
youth-centeir,' unemployment of-ý
fices, etc.

5.. A~ssisting with phone. pros- 26 46 28 15 51 34 10 '40 51petig

6. elpiýng with of fice duties 17 44 39 20 44 36 13* 33, 54
suchas ,prep&aing mail-out
uipdatting, car~dsystem's, and
maning ýbf fi~e in recruit-
eirls absence,.

7.Prtcptin: i ecut 51 40 9 37' 49 15 38 37, '24
e r in ýntekviews ~and. home
visits.

B-7
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SECTION 5 - MIRE SURVEY QUESTIONS

A. Definitely agree
B. Slightly agree
C. Neither agree or disagree
D. Slightly disagree
E. Definitely disagree

Percent Responding

RAP HARP SEKINAR

A B _C D E A B C_ D E A B C D E

1. The program require re- 25 41 9 10 15 24 45 9 10 12 13 37 25 13 11

cruiters to take a great
deal of time out of their
regular duties to train
and supervise participants.

2. Generally speaking, pro- 15 20 28 18 19 16 19 32 16 17 16 18 37 12 17

gram participants have no
impact on the morale of
the station.

3. Progra participants do 3 10 13 36 38 7 16 17 39 22 9 13 24 30 24

not increase the station's
recruiting effectiveness.

4. Participants directly help 36 39 16 7 3 14 45 21 14 6 13 28 33 17 10

the station reach its goal
by bdinging in good pros-
pacts and creating acces-
Si•s.

5. Participants help the sta- 24 40 20 9 7 16 39 23 14 9 26 29 29 10 6

tion indirectly by setting
up centers of influence
which later lead to pros-
pacts and accessions.

B-8
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SECTION 6 -MORE SURVEY QUESTIONS

1. Forgetting for a moment the rules regarding selection for RAP and
HARP, w hat is the best time in a person's Navy career to partici-
pate in recruiter 'assistance programs?

Percent Responding

26 a. Immediately after boot camp
56 b. Immediately after A school
13 c. One-two years after joining the Navy
3, d. Three-five years after joining the Navy
11 e. More than five °years after joining the Navy

2. How useful are the 'recruiter assistance programs for identifying per-
sons with potential to ,be good recruiters in the future?

32 a. "Very useful
"42 -b. Somewhat useful

-16 c. Slightly useful
Y10 d. Not useful

TrueRespn SEiTgON 7.- QDEStIONS ABOUT RAP

".18 82 They tend to be too immature to handle

.the assignment and to assist the recruit-
-ing effot.

'95 5 Having jut finished boot camp or A

-the Navy.

,8 92RAPs coming right out of boot camp tend
to .be down on the experience and express
a bad Aattiltude toward the Navy.

,2. How much control do youhave in ,getting ,the RAP participants you want?
SPercent RWponding

" ,5 a.. A lot
14, "b. Considerable
T29 c. Some,.but should be more
:34" -,d. Very little

19_ e. None,

*B-9.
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3. Some pers ps familiar with RAP have suggested that Company Commanders
at RTC`tshould• nominate for-,RAP duty boot camp graduates who appear es-
pecially fired-up about the Navy and are likely to make a good impres-
sion on prospects. What do you ,think of this idea?

, V, Percent Responding

27- a. Very good idea; should be put into operation.
44ý b. Good idea; it's worth a try.
29 c. Not a good idea; Company Commanders don't know

S--enough about the contacts a boot camp graduate
may or may not have in his/her community.

4. How often are recruiting stations given enough time to prepare for
a RAP participant ~before-his/her arrival?

'6 a. Always
25, b. UsuAlly

- 32 c. Sometimes
31- d. Rarely

6 e. Never

5. Which. statement best describes your feelings about how RAP participants
are selected for duty? The process is:.

_2 9a. Very effective; RAP participants are always well-
qualified to serve in the program.

55 b. Somewhat effective; many participants chosen are
qualified and capable.

S37_,-,( c. ,Sonewhat ineffective; many persons who are selected
Scannot handle the duties.

T, Very ineffective; anyone who really wants to parti-ý
cipate in the program is accepted even if they
-are not well-qualified.

'6. Overall, ,how successful is the RAP program in meeting its mission?

i. .. Exktremely successful-_-•--. ~ ~ ~ T b :°26"_ .;~ Vo-;y suctcessfu. l
'63; c. Somewhat successful
o16, 'd. 'Unsuccessful for the most part
-- e. CompXletely unsuccessful

B-10
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SECTION 8 - QUESTIONS ABOUT HARP

1. In your opinion why do most people volunteer for HARP?

Percent Responding

78 a. To get a vacation near home
1 b. To see what recruiting has to offer (as

a possible future assignment)
2 c. To help in the recruiting effort

19 d. To get away from their fleet job for awhile

2. What do you think of this suggestion? HARP requirements should
4 be more strictly followed in assigning personnel-to HARP duty (e.g.,

relatively young, HS graduate, etc.).
. 8_7 a, Agree

13 b. Disagree

3. Overall, how successful is the HARP-program in meeting its mission?

ý1 a. Extremely successful
"5' b. Very successful

"49 c. Somewhat successful
39" d., Unsuccessful for the most part

7 -e. Completely unsuccessful

""SECTION -9' QUESTIONS. -ABOUT SEMINAR,

1,U. In ,you ripeeenceý, to what extent ,have SEMINAR participants. been
_successful, in raising minority community awareness of the NAVY?

,Percent- Responding

5" a., Veiry successful
57-, b. Somewhat, succeidsful

-38- c. Not succoes-fiA

-2'° hat, do you see as the most effective role for 'SEMINAR participants?

31 a. Prospecting ,for. minority recruits

_. 27 b. Working directly with minority persons

- -," already identified, as prospects
42 c. Giving presentations -about the Navy in

-- $•" -person and on- TV/radio

- •3. Overall, how successful is the SEMINAR program, In meeting its
miission?

" - 1' A. Extremely -successful
6b. oVery successful

53 c..- Somewhat successful"
-25. -d. Unsuccessful.'for thei most part

-6.". e. Completely- unsuccessful

B-li



Open-Ended QuesCions

Section 1 - Item 12: How else might these programs be improved?

Number and Percent

Responding

RAP HARP SEMINAR
(W,97•) (N-107) , ,Lt23'

N X. N Z N Z

28 32 1. Instruct or inform program participants
about program requirements before they

begin duty.

24 86%2 27 84% Tell participants what will be expected
of them before they are sent to the

recruiting station. For example:

uniforms required, general appearance
requirements; brief participants on the

consequences of failing or performing

ineffectively and provide written

evaluations of participants that go into

permanent files.

3 10% 3 9% Provide tndoctrination or training

programs covering (1) duties and re-

sponsibilities, (2) basic phone and

PDC techniques, and (3) incentives
and awards.

1 5% 1 3% Provide a program manual to allow poten-
tial participants to revifrd requirements

and duties before applying.

1 3% Ensure orders are explicit about start
dates for duty and for leave.

20 21% 24 22% 6 26%12. Screen applicants more thoroughly and
2____ 24allow more recruiter input into selec-

tion decisions.

S14 70% 3 12.5% 1 16Z Rely more heavily on recruiters' recom-
mendations for selecting participants;

send only those the recruiter has re-

quested.

1 These values reflect the number of respondents and the percentage

of respondents providing comments related to the major content area

(e.g., 28 of 97 respondents or 29 percent of the respondents providedI comments or suggestions regarding category 1).
2These values represent the number of responses and the percentage

-4 of responses related to each subcategory within each major content

area (e.g., 24 of 28 responses or 86 percent of the responses were

related to the first subcategory).-I, B-i12



Number and Percent
Responding

RAP HARP SEMINAR

(N=-97) (N=107Y) (N=23)

6 30% 21 ,87.5% 5 83% Screen applicants more closely--the
Parent Command, CO or CPO in charge
should conduct personal interviews wit
each applicant before sending the pers

on duty (e.g., interview applicants
to determine attitudes toward the
Navy or to determine centers of influ-
ence in applicant's hometown).

10 10%o 19 18% 2 %§ 3. Suggested qualities or characteristici
on which selection standards should
be based.

* •Participants should:

"2 20%, 2 22% Be outgoing and extroverted, not shy

V 1 10%, 1 11% Be from the immediate area

1 Jll Be highly motivated

"1 1 •% Be, able to communicate effectively

1 11% Meet physidal appearance standards

2 '22% Have less than 12 years Navy experienc

-3 30% Be selected directly rafter boot camp

2 2-". ,. Be selected directly after completing
A school

. . 10% 1 1 Be- selected from VIIUC, AEF, and ATE

S... schools

., ,. i 4 0%- 1 1% Be more advanced personnel

Be out of high school four years or
less

'-2_, 22%, Have been on active duty 18 months
or less

A, " 4z% Be pro-Navy or re-enlist

1 50% -Provide own transportation

- 50% Have demonstrated ability to recruit
as 'a member of DEP



Number and Percent
Responding

RAP HARP SEMINAR
-__- -- .N10T), (N-23)

[ 1.' . ... 10% 1 4% 4. After -the length of duty or assignment,
-13 13% 1 iprovide options for extending duty

and provide incentives for increasing
production.

7 54% 6 55% 1 IOO%ý Provide incentives for outstandingperformance, e.g., awards, commenda-

tions, extra money for a specified
number of accessions or lengthen tour
of duty for a specified number of acces-
sions or referrals.

or duty so that assignments can be
extended for effective participants
only..

-i 8% Allow station personnel to terminate
participants after the fi.rst week if th(
fail'to perform effectively.

Si8% .Reduce program length, during the summer
• months.

...3 '2- Assign specific production goals to
- ",, ,, -. -program participants.

- -18% Lengthen tour of duty (e.g.,- for HARPs

and for 4 YOs and 6 YOs).

. " 8% 10 9% , 4% 5., Provide more inforimation.about which
- - pplicants are selected,

° 25 % 77 ,OEnsure the zone supervisor and- RINC
are .notified and are permitted the
"last word" for approval of selected
participants (e.g.-, the RINC should
-speak directly with each applicant).

1
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Number and Percent
Responding

-RAP HARP SEMINAR
(N=97) (N=107) (N=23)

1 12.5% Participants should check in with

the zone supervisor.

2 25% 1 10%" 1 100% Provide more lead time, e.g., notify
"the NRD 30 days in advance of TAD
orders.

"2 25% Provide notice of approval or dis-
0• approval of all program nominees and/or

provide some type of follow-up.

i "2.5% 2 30% Provide more information about the
selected program ,participant, e.g.,
name of hometown and distance from the re-
cruiting station and list high school attend

9. % - - 3 13% 6. Provide more program participants
" .to stations and zones.

-555% 3 100% Send more participants.

V1 ii% Send more participants during January
through May.

2 22Esure program participants are
available to all stations or zones
that request them.

1 11% Provide more program funds to in-
crease the number of participants.

6. 6% 1 -4% - - 7. Allow program participants to drive
government vehicles provided they
"have government driver's license.

7% 8._10 Mis~ellaneous

- 33% - 10% Provide ,training for recruiters
- to effectively utilize program parti-

"cipants.

1 33% 1 4% Arrange for hometown news release
prior to program participant's arri-
val.

0* B-15
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Nubrand Percent

RAP HARP SEMINAR
(N-7) (N-107) (N-23)

1 10% Use the program to assess participants'
,potential as recruiters

1 10% Use participants more in high
schools

1 10% Most p~articipants are looking for
time off

5 71% .5 50% Eliminate the program

1 33% -1. 14% 1 10% This is a good program

Z0-
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Section 2 - Item 12: Other Problems with the Programs

RAP HARP SEIINAR

(N=37) (N=58) (s

N % N % N %

16 43% 27 43%3 38%] 1. Problems with program participants.

12 75% 22 81% 1 33% Do not understand the program mission
or what is expected of them while
on duty (e.g., believe duty is a free
vacation).

2 12.5% 3 11% 1 33% Report without the proper military
uniforms, haircuts, etc.

1 6% 1 4% May experience personal problems (e.g.,
financial).

1 6% 1 4% Have little experience with recruiting
duty and the fluctuating work hours.

1 33% Participants may not be highly
motivated to perform well

15 41% 24 38% 1 13%1 2. Problems with selection and placement
of program participants.

3 12.5% The program should not be used as
an incentive for re-enlistment.

1 6% Participants should demonstrate some
ability to recruit (e.g., provide
contacts or accessions as a new recruit
or DEP).

Requirements are not strictly adhered
to.

4 26% 13 54% Improper or insufficient screening
procedures are used, e.g., participants

may have negative attitudes toward
the Navy or may not have any contacts
in the hometown.

1 6% The program should not be restricted
to upper CAT level groups.

7 47% 6 25% Participant may not be from the immedi-
ate area, thus transportation is A
problem.

B-17
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Number and Percent
Responding

RAP HARP SEMINAR
(N=37) (N=58) (N=8)_

2 8% Too many participants are sent during

2 13% 1 100% Too few participants are sent

5 3. Length of program

'1 100% 1 20% It is difficult to extend assignments
for effective participants; Vt'6ur of

a 9.duty should be extended for tnose who
gain accessions or provide many pros-
pects.

4'80% Program is too short when combined with
leave.

2 5%i 3 5% 2 4. Program funding or payment

1'53 Participants dopnot understand the pa

schedule (e.g., RAPs receive money in
advance and if they are iterminated early,
they- must return the mongey).

1- 50% Money should not be advanced.

3 136% 2 100% Lack of funding or incentives.

S % % - - Lack of effective communication with
the stations.

? 100% 1 50% Should notify stations in advance to obtain
.~, final approval and provide more infdrma-

tion about the participant.

S1 d0%' Participants, refused by recruiters should nol

be -sent-.

71 1.A i~%~ 13% 6. Problems with recruiters.

1 iga% Recruiters fail, to properly -utilize
program piatrticipants.

-B;
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Number and Percent
Responding

RAP HARP SEMINAR
(N=37 (N=58) (N=8)

1 .100% 1 100% Recruiters iay fail to properly br

applicants !fore recommending thE

to program duty.

l 1.5% 1 13% 7- Miscellaneous

1 100% 1 100% There are no problems.

Section 3 - Item 5: Other Reasons Why a Participant
S -Was Not Successful

Respondents often, failed to indicate the program to-which the response
was directed. Thusj. responses to this item are collapsed across the
programs-.

_Perceint, and Number
•>•' Responding

-.. (N 28)
N' % Problems with pr6gram participarnts. A participant:
9 32% failed to 'understand the program mission or

thought the' dssignment was a vacation.

3 11% Lived too far away and lacked transportation.

2 7%. Lacked motivation.

- • Lacked specific knowledge about the-Navy.

1 4% Developed personal problems while on duty.

"5 8% The. recrguitbr failed to explain the program,
to assign goals, or to provide adequate super-

S ;vision.

2 7% Th6 parent command-fai-led- to inform the partici-
.'pa -about p6gram requirements.

-7 2%. -Other respondents indicated that the participant's

- adk of suecess was. due to a combination-of the
i._te _t06s-proV ided.,

=;l T' a ,x l il I lu• Wn I •- rn m a i• llhlg 1: l m nil l a m m •'I na e ' i 'U n a • u n, l lw ~• H • I n• a . • • • ••0= • . .... .
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Section 3 - Item 6: Other Roles of Program Participants.

Respondents in general suggested other roles that are very similar
'to those listed in Item 6. For example, "provide quality referrals"
is very similar to alterrative (d) "bring in accessions or quality
prospects." -Other respondents indicated that participants had a combi-
nation of roles and that one was no more important than the other.

Section 4: Other Roles in- Which Respondents Are Useful

-Much like the previous item, respondents described additional roles
of participants that -are very similar to those listed on that page.
Qnie role not listed as an alteknative on that page, but suggested by

-- one of ,the respondents is:

"Provide, ready access to latest information about the fleet, boot
camp, 'A' school"training.

'Ndo ppen-ended items in Sect'ions 5 and&6,

B2
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Sections 7, 8 and 9: What Aspects of the Program Have Been
Most Important for Its Success? (Items 7-7, 8-4, and 9-4)

Numberand Percent
Responding

W' HARP 'SMINAR
L(=125) '(NF=121) (N-46)

:N >% N %N' %

56 4i5% 66 56% 10'* 22% 1. Screening and- selection procedures.

12 23$ 12 18% 3 30% Scenn-adslcion procedures when

folloved provide high quality personnel.

Qualities and-Pother characteristics viewed
as important for, program success:

rParticipants thatehave beensuccessful
"in th" past on pRovidingnreferrals (e.g.,
DEPs or former RAPs).

1I% 5'8 1 10% Have positive attitudes toward the Navy.

.GN 185 8 12 1 10% Are highly(Nmotivated.

'6 1-1?% 9 29% 1 10%c Are knowledgeable about the Navy.

f3o' 4we% 2 20% Are maturne.

1 2 1 2% -Are from MNC/AEF/ATE schools.

Comments specific to each-pprogram

59 Send directly rollowing-.'A' school.
-RAPS

7 3%Send immediately after boot camp

-' 3. 2%Those who demonstrate-leadership are gener
i - - -- ally successful.

1ý3: 23% Are requested or selected by ref cruiter.

ýB-.21
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Number and Percent
Responding

RAP HARP SEMINAR

(N=125) fN=11) (N-46)

HARPS

9 13% Are young with approximately 18 months of
experience--definitely less than four years
experience in the Navy.

5 8% Those considering recruiting duty are usually
effective.

1 2% Represent the top 10 percent in the Navy.

1 l0% Have many local contacts

I lo0 Can make presentations to large groups

41l 33% 21 17% 23 501 2. Participant input adda to the success of
the program.

20 49% 18 86% 6 26% Can generate referrals from people he/she
knows (e.g., renews contacts with friends
and peers, makes an impact on the peer group
showing how Navy life has benefited him/her).

4 10% 1 14 5 22% Establishes community relations and creates

a community awareness of the Navy.

5 12% Brings in referrals and gains accessions.

3 7% Describes recent boot camp and school experi
ences to potential prospects.

9 22% 2 10% 7 30% Identifies with prospects his/her own age
and provides a role model to younger communi
ty members.

5 22% Help the recruiter gain entry into the
minority community.

S16 13% 13 11% 4 9% 3- Recruiter input adds to the success of the
program. The program is more effective
when:

3 19% 10 7% The recruiter provides proper supervisionand guidance.

12 75% 3 23% 4 100% The recruiter Is involved with the partici-
pant (e.g., recruiters establish goals for
participants).

1 6% The recruiter understands the program mission
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Number and Percent
Responding

RAP HARP SEMINAR

3 2% 8 7% 4. The program is more successful when the
program requirements are described or
discussed with participants before they
apply or before they are sent on duty.

3 2% 11 9% 7 15% 5. The program has not proven successful;
it should be dropped; or it is not cost
effective.

6 5% 2 2Z 2 4% 6. Miscellaneous comments specific to each
program:

RAP

4 3% The length of the program--30 days is
a good time frame.

2 1.5% Incentives are provided (e.g., per diem
and extension incentives).

HARP

1 1% Participants who provide their own trans-

portation are more effective.

1 1% Need longer assignments or tours of duty.

SEMINAR

1 50% Program participants do help recruiters
gain access to .the minority community
but when they leave the barrier between
the NRS and minority community returns.

1 50% Most participants are too old and
lack transportation

Sections 7, 8, and 9: What Aspects Have Been Most Important for Reducing
Its Effectiveness? (Items 7-8, 8-5 and 9-5)

Number and Percent
Responding

RAP HARP SEMINAR
(N- 135. (N-14_8) (Y-57)

6 4 51 15 26 1. Selection and screening problems

Parent command or fleet may use this
10 18Z 20 27% assignment as a reward or bonus.

Parent command does not understand
8 14% 27 36% 7' A7 the program mission; may fall to follow

selection criteria (esg., anyone who
requests this duty gets It).

TI-23



Number and Percent
Responding

RAP HARP SEMINAR
(N= 135) (N=148) (N-57)

13 23% Do not always use recruiter input to
select participants.

25 45% 28 37% 8 53% Fail to select for highly motivated part
cipants who have positive attitudes towa:
the Navy, demonstrate the required mili-
tary appearance, are knowledgeable about
the Navy and have many contacts in their
hometown.

21 16% l4 9% 9 16% 2. Problems with individual participants

21 100% 3 21% 9 100% Unwilling to work with recruiters or
perform duties because they do not under
stand the program mission.

11 79% Looking for a vacation rather than work.

i41 30% 55 37% 26 46% 3. Problems with program implementation.

22 40% - - Participants are not given any training
or instruction before they are sent on
duty.

2 5% 5 9% 5 19% No incentives for effective performance
are provided.

7 17% 1 2% 4 15% The station is not notified in advance o
too little lead time is given before
participant arrives.

6 15% 7 13% - - Participant assignments need to be more
carefully made (e.g., participants may
live too far away).

5 12% 12 22% 1 4% Program is too short.

5 12% 1 2% 2 8% Lack of funds or funds are unevenly dis-
tributed among participants.

13 32% 4 7% - - There is no plan for handling transporta
tion problems if participant does not
have his/her own vehicle.

3 7% 3 5% 14 54% Too few participants are available.
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Number and Percent
Responding

RAP HARP SafINAR

(N=135) (N=148) (N-57)

117 13% 4 3% 1 2% 4. Problems with recruiters in charge.

12 70% 4 100% 1 100% Recruiters fail to supervise participant
effectively.

5 30% Recruiter may misuse participant (e.g.,

assign participant only paperwork tasks)

B-25
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Last Section: "Finally, we ask you to provide suggestions for
making more effective-any one or all of the recruiter

assistance programs."

All comments, whether directed toward the RAP, HARP, SEMINAR, or all

three programs, were reviewed and, if possible, categorized into groups

that cut across.ll programs. -If, however, a..comment was directed

-specifically toward one program, that ,comment was not placed into one

of the broad groupings. Instead it was placed into a section labeled

"-"Comments Specific to One Program".

Some additional- statements' about Section 1: As with the previous

categ6ry systems, Section 1 contains comments or suggestions directed
toward t hree pr-gramsp. These comments have been categorized into

.broadV groupings and are listed by frequency with which the comments

appeared. Finally, we also provide a count of the number of times

, - --h roup o omments .were made for (.),.RAP, (2) HARP, (3) SEMINAR, 3

-• (Q&) •I-J. thr~ee• combined, .and, .(5) the total number (N) and- the number

of- respondents providing ,comments in each category (K).

i 3Very few recriteirg provided comments- or suggestions for the SEMINAR,
" . . program alone. 1instead cbmments were directed toward all three programs.

Thus comments or suggestions for improving the SEMINAR program are often
"- - 'gYuped in- ,the AdL ihreet •ombined category.,

- - 1-B 26

-- --- V .)I, , N ." . -'- . v- .- ~ '~ Vs Z wj



The total number of respondents providing-comments in this last section

is 109, whereas the total number of comments provided is 256.

Thus,, those providing comments, suggestions, opinions, etc. generally

provided more than one.

1. Improve Selection System,.

Strict screening to'determine motivation, attitude toward the Navy,

maturity, self-confidence,. public speaking ability and military

bearing.

P~rovjide or use input fromf local, recruiters, RTC company commanders

or instructors, ,.and cmmadcrercoslo.

,Use DEPý referrals As,&~ selection criterion.

Give more guidance to-the fetin selection of participants.

~r=57 RAPl~ HARP=-15- All ~8 2%

k49ý 45%5

-This valuje'repres~fita the perdentage of the total number of 'comments
appearing iný each categoxýry (g=256)-.

This-value-indidate, ýthe Pjroportion of respondents px'ovidizig -coihments-

-B"27
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2. Specific criteria -for selection

Select personnel in 6 YO programs (e.g., NUC, AEF)

* Select ATP grads or personnel in 4 Yd programs

* Graduiate status has no bearihg on success

Select high school grads

~j.I ermit onlyr 2nd, and 8rdciAlss- P. 0.

,Well-groo-med .and: highly motite

*Select OAT 1Ils ri.thdr than CAT Is and lus

T Haveno clatss stainding prerequisite~s (~sby-p

4 N4

k, N

N, \.

N77.~~2 4

Y-AP~

K '6 N,8
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3. Thoroughly brief participants on duties and responsibilities prior

to assignment..

* Briefing should include a discussion of goals, hours, transporta-

tion, attitude, appearance, and motivation.

o Develop an information booklet for commanding officers, fleet per-

sonnel, recruiters, and participants.

. Conduct a briefing interview with each participant; interviews

may be conducted by command career counselor, CO, XO, instructors

-or. rloal recruiter (by phone).

*-Prbvide each participant with varibus training materials prior

to assignment.

- 38,-, RA ='3 HARP 8 -Al = 27 1
"K=28...2K 2

" -Provide incentlv s for utiitanding performance in recruiter assis-

tance programs.

: <Inceintives _ay inciude: adVancement to next pay grade, extension

of recruite~r assistiace duty, Navy Achievement Medal -nomination,,

special library Letter of Appreciation, bonuses, "second tour.

- B-29-



Provide for early termination for poor performance.

* Establish an evaluation system which would become part of partici-

pant's permanent record.

44 4
N =27 RAP =3 HARP =5 SEMINAR = All =18 10%

K = 21 19•

6
Contradiction - Do not use incentives; the participant should have

'1

a positive attitude and -desire to sell the Navy.

,5 Give the local recruiter/zone supervisor more input into the selec-

,tiion decision.

. Give local'recruiter "final say" in selecting participants.

Do not assign participants without prior approval, from local re-

. -•Allow the local recruiter to screen all applicants.,

', "Assigh only those persons nominated by their recruiter; they know

"who' they want.

The-contradidtion st~.tements represent comments made by'one or two
,responrdentsd'that reflect a viewpoint opposing that stated in the major

caegory .satemefit. These statements were added to indicate that
""eveen though agreat many respondents shared an opinion, one or two
" other respondents 'held a contradictory opinion.

z' -* B-30 ",
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~4.7,

Honor any recruiter requests for personnel; instructors should

not recommend RAP duty, recruiters.

N = 23 RAP= .12 'HARP = 2. All= 9' 9% 4

K.= 23 21%5

Contradiction6-Give the recruit company commander more say in who

receives RAP duty; less input from recruiters.

6. Address the transportation issue.

• Insure participants have their own transportation.

* Authoiize participants to use government vehicles.

Insure that participants have a valid state driver's license.

insure that participants live relatively close to NRS.

N,= 18  •RAP 6 HARP =2 All 10, 7

ao - 11 16
.76

improve dommunication, with 'NRS/NRD zone .supervisors.

B-31
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. Provide 30 days advance notice of assignment.

• Provide background information on participants.

Notify promptly if participant is cancelled.

. Have participant forward referrals prior to assignment.

4
N= 14 RAP =2 HARP =2 All =l0 5%

K - 13 l2%ý

8. Assign participants to an area in which they are well known.

Assign t6 "'hometown".

A si~lgn to area where p'arents still reside.

. Assign toarea where participants attended school.

•Select relatively recent 'high school graduates.

• Screen participants for specific contacts which can help recruiters.

N =12 -RAP =3 HARP 7 All= 4 5%4

SK= 

12
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9. Insure participants have a full tset of uniforms prior to assignment.

A4

N 5 RAP-" 1 HARP= 1 All=,3

K= 5 5% 5

10., Le~ngthen duty.

N-= 4 RIAP= I HARP='I All 22%

2,1 GOneral comments-All programns

'Discontinue.

.Continue at all costs.

.Include all p~rsonkel (-sadao)wh recnidering orders

to recruitin _duty.~

-N 3 3
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General Comments Geared Toward Specific Programs

1. General Comments - RAP

. Decrease participation

- Increase participation

Increase funding

. RAP is the: most beneficial program

* Change RAP to a non-funided program (like HARP)

.- Appropriate time for RAP assignment:

after RTC and before- 'A' school

after 'A' school

after one year in the fleet

* RAP-per diem is not justified

either RAPs should not draw extra money or all participants

" .should,-draw- extra money.

-. Pay RAP pe3r diem in, advance

Counsel 'RAPs on: money management

N 26 10%4

-K= 18%
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2. General Comments - HARP

. Discontinue the program

. Decrease participation

. HARP participants produce the best results

. Increase participation

. Limit. to potential recruiters

4
N 16 6%

5K =16 15%'

3. •General Comments - SEMINAR

- Discontinue

. Increase participation

.increase funding:

N=O4%4

35
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15 - Miscellaneous

Use instructors from 'A' school or other personnel who can

discuss the many fields the Navy has to offer.

* Lack of training and motivation from recruiters is a major

problem.

. Ensure that nominees report for 'RAP before they take leave.

* Recruiter should be able to call a central location for HARP..

* (HARP and SEM!NAR) Unless the coordinators become more involved

-in the programs, members should check in directly at the re-

cruiting station.

* Many recruiters do not-know ,how to ccmplete a Feedback Report.

t.Feedback reports shbuld be completed the day the member departs

with a follow-ýup report in 45-;60 days.

. Feedback reports are needless; Oeparting RAP/HARP could be

6called on a toll free number (NNRIC) giving name and SSN.

A mailback will be-generated from NNRIC with a mailback date.

-on6t include ýfemale par~tici~ants.

1r-36,
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. Do not send HARPs who are on a hardship (parents ill, wife ill,

etc.)

• Selectees should keep in touch with the RINC more; let them know

what they are doing.

Many HARPs/RAPs are not able to meet goal of one accession/week.

-- • Set up advertising well in advance.

Would recommend a program for prospective recruiters similar to

4+ •SEMINAR spo that they can be better screened by NRD/NRS.

'S :Send RAPs •directly to RTC.

B -
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APPENDIX C

$4 -ASSUMPTIONS.AND DATAVS-ED IN COST-BENEFIT ANALYSES
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Table C-i

Data for' Costs per Prospect--
Fiscal 1980 Active Forces Recruiting

Items

1. Operating and maintenance costs including:

vehicles
telephone and other comunications
civilian salaries
applicant travel
recruiter training (Orlando)
equipment rental
furniture
recruiter travel.

'2. Advertising

I., Miliitary~salaries

4i Salary b6nuses for enlistees:

5.- Space fefital/leasing for recruiting offices

.Total costs =$156,725,209

- Tbtal number of accessions -= 99,351 v
Using Recruiting Command marketing estimates of 5 prospects = 1

acbessi6n, total number of prospects- 496,755.

'But RAPs and HARPs ,are responsible for generating some of-these-
p.ospects,ý,

Specifically, participant report estimates of prospects generated
h-ow ,averages, of 5.74,prospects per ,RAP and, 4.12 prospects per HARP.

Using these estimates, RAPs were responsible Ifor 14,350 prospects
(2500 x 5.74) and HARPswere responsible for 44,702 prospects
(10,850 x.4.12). Thus'," RAPs and HARPs iogether accounted for"59,052-of the -496,755 'prospects, leaving recruiters responsible

z . .for. 437,703.

Accordingly-, total recruiting costs + 437,703 or $3581 rospec t

C-l-



Table C-2

Data for Cost/Prospect: RAP anid HARP

RAP

* Costs/RAP .Prospects Attributable to RAPs

1. 30 days RAP salary' $1,32,a Average Number of prospects/
2. Average RAP travel 915 RAP (from RAP participant
3., 46 minutes/day recruiter -c reports) 5.74

time to administer RAP 216 (.19 per day;
-4. One-quarter time ford

District RAP coordinators 84__

$2,541

F $20541 5.74 =$443/prospect for RAP-assisted contacts

Costs/HAitP Prospects Attribuitable to HARPs

1. '10 day- "HARP ,salary $,5 7 0 a Average num'ber of prospects/HARP
2.43 iminutes/day recruiter c fromn HARP partic¶.pani reports 4.12

'time to6 administer 'HARP 67 (.41. per
3; O -4uakter ,titme: for
-bistrict HARP -coordinators 19'

-$656

-'I$0656 4J2' '$159/prospe-ct for HARP-assisted contacts

,-RAPHARP

FYor ond-hali-fith~prdspectsie. Fo n-hk1f the prospects,. i.e.,
2;.-87 -ýfdgpectis/RA, $2,541 2.87 2.06'prospec'ts/HtARP, $656*20
88~61 #rospect' $318/*prospect.

16or 50Zt 'greiýte; %umber of prospe cts, For 50% greatdr'number of prospects,
i S. .6 prospects/RAP, $2,.541 + i.e.j 6.18 p-rospeicts/HARP, $656 +

8. 61:- $295/pfospect. 6.18 =$106/prospect.
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FOOTNOTES

aFor RAP sala 'ry, 'Regular Military Compensation data were used. These
data include additional dollars over gross salary to take into account
tax breaks,, housing allowance, etc. At the E-2 level, this figure is
$i,493. The number of working days in a year was taken to be 260.
To obtain the RAP salary figure, $11,493 was multiplied by 30/260.

HARP salary was also-domputad using Regular Military Compensation data,
this time for 'E-4 ($14,809 per year). Accordingly, the estimated costs
were $14,809 x 10/260 for each HARP.

bNRC estimated RA1 travel costs at an average of-$225 for airfare and
$23 for per diem (x30 days = $690),. HARP pays no travel or per diem

- expenses.

' This-estimate was based on-E-6 RegularMilitary Compensation of $19,489.,
using the, 260-days-per-year to copmute salary costs2 for th 46- (or 43-)
minute day.

dFor ýRAP, this cost wias estimated, by 'multiplying 1/4, of the E-6 Regular,

Military. Co'ipesation ($19,ý89) 'by 43 '(number of districts), and then
-dividing by,- respectively, the -total number of RAPs in FY1980, (2,500)
"and'th'e total nuinber. of HAPs that 'year " 10,850)
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_. Additional Observations on RAP and HARP Costs/Benefits

To- explore further impact of RAP and HARP on the overall Navy recruiting
effort,,,consider the number of prospects they generate compared to the
total number of prospects. generated within the context of the proportion
of the total, recruiting manpower RAP and HARP represent.

--A From previous calculations: 59,052 prospects (RAP and HARP) ,generated

59,052.., 496,755 (total prospects generated) = 1189% of prospects

RAP HARP)~

2,500_ t, 12 in 208 (RAP- 10,850 1 36 =31 (HARPs
rotate every 30' days) rotate every 10-,days)
S509 ., .3)OO (approximate number of recruiters in field) = 16.97%

In. other. words,, about 17ý percent of the recruiter force (RAPs and HARPs)
generated about. 12, percent of the total number of prospects according
to this analysis. This appears; to be quite reasonable productivity
'given thattRAPs, and HARPs are not trained recruiters.

SAl1the" cost-benefit analyses -on RAP and, HARP- use recruiter estimates
6of the number of new contacts pogram participants, and
these estimates culd' well'be i..accurate.

- "¢.-4

" ---- • •= • ... "C-'4-

--- ==-',:



-- . ' .=

DISTRIBUTION LIST

-Chief of Naval Operations (OP-01B7) (2), (OP-135C4), (OP-140F2), (OP-987H)
Chief of Naval Material (NMAT 0722)

- Chief of Naval Research (Code 270), (Code 440) (3), (Code 442), (Code 442PT)
"Chief of Naval Education -and Training (OOA), (N-21)
Chief of Naval'Technical Training (016), (N-6).
Commandant of the Marine Corps (MPI-20)
Commander Naval Military Personnel Command (NMPC-013C)
Commander Navy Recruiting Command (Code 20)
Commanding Officer, Naval Aerospace Medical Institute (Library Code 12) (2)
Commanding Officer, Naval'Technical Train-ing Center, Corry Station (Code 101B)
Commanding Officer, Naval Training, Equipment, Center (Technical Library) (5), (Code.N-1):
Director, Office of Naval Research Branch Office, Chicago (Coordinator for Psycho-S.....logical Sciences)

emmander, Army Research Institute for the Behavioral and Social Sciences, Alexandria
(PERI-ASL), (PERI-ZT), (PERI-SZ)

Commander, Air Force Human Resources Laboratory, Brooks Air Force Base (Manpower
and Personnel-Division), (Scientific and Technical Information Office)
(conimanFder,, Air Force Human Resources Laboratory, Williams Air Force BaseS(A#IHRL/OT)

4J ~ Commander,, Air Force Human Resources Laboratory, VWright-Patterson Air Force Base
-(AFHRL/LR)

"Commanding:Officer,'U.S. Coast Guard Research and Development Center, Avery Point
-Institute for Defense Analyses, Science and Technology Division
-Defenýs Technicalijfiformation Center'(DDA) (12)

i' -

C

.s,2... .. • -

- • •<: . ;, _ . -" -


